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Preamble 
This Agreement is made and entered into by and between the Board of Cooperative 
Educational Services, Second Supervisory, District of Westchester County (hereinafter called the 
"Board" or the "Employer") and the Civil Service Employees Association, Inc., Local 1000, 
AFSCME, AFL-CIO (hereinafter called the "Union" or the "CSEA") pursuant to Article 14 of 




The Civil Service Employees Association Inc., Local 1000, AFSCME, AFL-CIO has 
been certified by the New York State Public Employment Relations Board Union as the sole and 
exclusive bargaining representative with respect to collective negotiations, salaries, wages, and 
all other terms and conditions of employment for all full and regular part-time employees of the 
Employer holding the titles listed in Appendix A which constitutes the bargaining unit covered 
by this Agreement. 
Section 2 DEFINITIONS 
(A) Definition Of Part-Time 
1. Part-time is defined as any appointment where the scheduled workweek is 
less than 35 hours making the full time equivalent (FTE) less than 1.0. 
2. The unit includes only those employees regularly scheduled to work in a 
claimed title for 17VS or more hours per week (FTE 0.5), except that those 
unit members who receive an approved temporary reduction below FTE 0.5 
will remain in the unit. 
3. Generally, requests for a reduction in time, like requests for unpaid leave, 
are considered and granted only for a temporary period of time, not to 
exceed the balance of the school year. In such cases the position is returned 
to full-time at the end of the part-time grant unless another request for part-
time is then requested and granted. 
Therefore, an employee who voluntarily requests and accepts a permanent 
part-time appointment shall waive any right to an appointment in that title 
with more hours. Such acceptance is not voluntary when made as of right 
to vertical bumping or retreat during layoff or displacement. 
4. The Board retains the right to increase the hours of any position, up to the 
full-time equivalent of 35 hours per week 
(B) Definition Of Service 
1. The term "service" means any continuous period working for the Board on 
payroll with a salaried appointment at or above FTE 0.5. 
2. The term "service date" means the first date of service, as advanced by any 
time off payroll or below FTE 0.5. 
3. The term "service anniversary" means the month and day in the current year 
of the "service date". 
4. It is understood that service calculated by the Board according to this 
definition and the terms of this agreement only impact the timing of rights 
to benefits provided by the Board. Service under this agreement bears no 
relation and has no impact on service calculated by the County Personnel 
Office determining employee rights under the Civil Service Law. Service 
under this agreement bears no relation and has no impact on service 
calculated by the New York State & Local Employees' Retirement System 





The CSEA shall have exclusive rights to payroll deduction of membership dues and such 
other deductions as mutually agreed to by the CSEA and the Employer. 
Section 2 
The Employer shall make deductions for membership dues and submit them at the close 
of each payroll period to CSEA, Inc., Box 7125, Capital Station, Albany, New York 12224. 
Section 3 - Agency Shop Fee Deductions 
All employees included in the bargaining unit who are not members of the CSEA shall 
have an Agency Shop Fee, which is an amount equivalent to the amount of dues payable by a 
member of the Union, deducted from the wage or salary of such employees. Such deductions 
shall be made by the Employer in a separate deduction and remitted to the CSEA in the same 
manner as Article II, A Section 2. 
Article III 
Rights of the Union and Management 
Section 1 Designated agents of the CSEA shall have the sole and exclusive right to have access 
to members of the bargaining unit during non-working hours to administer this Agreement. 
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Section 2 The CSEA unit has the right to post notices and communications on an Employer 
bulletin board maintained by the CSEA in each BOCES building. It shall hold the BOCES 
harmless from any and all claims related to such postings. 
Section 3 The President of the Union or his/her designee shall be permitted all necessary time 
free from their regular duties to aid in the adjustment, administration and maintenance of the 
collective bargaining agreement when such time is approved in advance by the District 
Superintendent. In addition, the President or his/her designee shall be granted up to three (3) 
days off to attend Union Conventions and/or workshops. Such time shall be without any loss of 
pay or compensation. The President shall provide the District Superintendent reasonable 
advanced notice when these days will be used. 
Section 4 The CSEA unit may apply to use BOCES school buildings provided that such use 
will not conflict with previously scheduled events and does not result in any expense to the 
BOCES. 
Section 5 The Employer shall supply, upon request of the Unit President or his/her designee, 
the name, work location, date of hire and salary for each new employee after their appointment 
by the Board. 
Section 6 The Union shall have the use of inter-building mail service for distribution of 
materials. 
Section 7 (A) The Employer reserves all rights, powers and authority customarily exercised 
by management including but not limited to the right to plan, determine, direct and control the 
nature and extent of its operations; the number, size and location of its facilities; the number of 
shifts, hours or days of work; the right to abolish or change existing jobs, including the right to 
establish new jobs; the introduction of any new or improved methods or facilities; the direction 
and control of improved methods or facility; the direction and control of its working force; the 
determination of the number of employees it deems essential to file the various jobs and 
assignments required; the making or amending of work rules and regulations not inconsistent 
with this Agreement; the right to hire, promote, transfer, assign and retain employees and to 
appraise, train, suspend, charge or take disciplinary action against employees. All of the rights in 
this section are reserved to management except to the extent they are specifically limited by this 
Agreement. The Employer's failure to exercise any management right shall not be deemed a 
waiver of that right. 
(B) The Employer may subcontract unit work to individuals outside the 
bargaining unit only to the extent that it has done so in the past. 
Article IV 
Wages 
Section 1 (A) Salary grades for unit members covered by this Agreement for the term set 
forth herein are set forth in Appendix A attached hereto. 
(B) Annual twelve (12) month salaries for unit members covered by this 
Agreement for the term set forth therein are set forth in Appendix B attached hereto. 
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(C) Annual salaries for ten (10) month unit members shall be prorated. Wages 
for part-time unit members shall be prorated. Ten (10) month salaries are attached as 
Appendix C. 
Section 2 In the event that a member of the bargaining unit receives an unsatisfactory 
evaluation, he/she shall meet with the Supervisor to review his/her performance. A plan for 
improvements shall be developed. The Supervisor and the member of the bargaining unit will 
meet quarterly to assess progress. If the member of the bargaining unit performance continues to 
be unsatisfactory, he/she will remain at his/her then current salary until such time as the 
Supervisor and the Assistant Superintendent for Human Resources agree that the employee's 
performance is satisfactory. A determination to retain a member of the bargaining unit at his/her 
then current salary may be appealed through the grievance procedure. However, any such 
grievance may not proceed beyond the Assistant Superintendent level. A member of the 
bargaining unit whose performance reflects a demonstrated record of improvement and a 
satisfactory rating on the evaluation shall proceed to the appropriate salary which would be 
applicable if no unsatisfactory evaluation had been issued. Nothing contained in this provision 
shall limit the District's right to discipline an employee under any applicable procedure. The 
existing evaluation form shall be maintained and shall not be altered without the agreement of 
the parties. 
Section 3 The Board may hire an employee at any step within the salary grade on the guide for 
the salary level of the position being filled. Should the Board hire above step 5 of the salary 
schedule a written explanation shall be given to the Unit President. 
Section 4 Board's right to create salary levels within title: 
(A) For each bargaining unit title, the Board shall have the exclusive right to 
establish internal salary levels based on objective criteria such as the need for additional skill, the 
need for additional responsibility, or the need for additional training, beyond the minimum 
requirements established by the County Personnel Officer. Each successive salary level so 
established shall be associated with the next successive salary grade on the guide. Any title 
without a salary level designation is deemed salary Level I. The following titles currently have 
established salary level designations beyond a Level I: 
1. Regional Certification Assistant 
2. Sign Language Interpreter 
3. Sports Desk Assistant 
4. Systems Control Clerk - Office Management 
(B) Should the need for additional skill, responsibility, or training diminish, 
the Board may reduce the salary level of the position accordingly (without reducing the step). 
Any reduction in salary level due to diminished need shall not be considered discipline. No 
employee shall gain a right through tenure, seniority, or otherwise to any salary level above the 
minimum. Should the Board reduce such a salary level it will notify the CSEA prior to doing so 
to obtain input from the Union. However, the Board's determination in this regard shall be final. 
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Section 5 Prior year satisfactory service required for step advancement: 
(A) Except as provided in Section 2 above, beginning July 1, 2005, step 
advancement shall occur each July 1st during the term of this agreement. Increment movement 
shall, where appropriate, cease, notwithstanding Section 209-(a)(l)(e) of the Civil Service Law 
effective June 30, 2008. 
(B) Step advancement requires 1/2 of the prior work year's full-time service, 
or an average FTE of 0.5. For example: 
1. A new full-time 12-month employee who begins January 1st must 
work continuously the next 6 months without unpaid leave or FTE reduction. 
2. A new full-time 10-month employee who begins February 1st must 
work continuously the next 5 months without unpaid leave or FTE reduction. 
3. An FTE 0.5 employee must work continuously the entire prior 
work year without unpaid leave or FTE reduction. 
4. A 10-month employee that is full-time for 3 months, on unpaid 
leave for 3 months, and works FTE 0.5 for the remaining 4 months, would be eligible for step 
advancement with an average FTE of 0.5. 
Article V 
Longevity 
Section 1 Members of the bargaining unit shall receive an annual longevity payment as 
follows: 
After 10 years of continuous service: $ 1,000.00 
After 15 years of continuous service: $1,500.00 
After 20 years of continuous service: $2,000.00 
Section 2 This longevity does not become part of base salary. Longevity steps will become 
effective beginning with the July 1 following the year in which the employee reaches the 
required years of service. 
Section 3 An employee on unpaid leave or FTE below 0.5 does not earn service credit towards 
longevity. Employees returning from unpaid leave or time worked below FTE 0.5 to resume 
service at or above FTE 0.5 shall have their service date advanced to reflect the uncreditable 
time. Longevity for part-time unit members shall be prorated per present practice. 
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Article VI 
Special Rates of Pay 
Section 1 The "Guidelines for Upgrades for Sign Language Interpreters/Tutors" (dated 
December 1989) is hereby referenced and made a part of this agreement. The Board retains the 
right to select the means to implement this upgrade process. 
Section 2 Compensation for time worked beyond the regular work week (overtime): 
(A) For the purpose of determining hours worked in a week, a week begins at 
12:01 a.m. Monday morning and ends at 12:00 midnight Sunday night. 
(B) Supervisors may require employees to work beyond the hours in their 
regularly scheduled work week. Advanced notice shall be provided when possible. 
(C) Hours required and actually worked beyond the regular work week shall 
be recorded by the employee in accordance with the procedures set forth on the timesheet for 
Classified Staff made available from Central Administration. 
(D) Hours actually worked in a workweek up to 40 shall be compensated at 
the regular hourly rate of pay; hours actually worked in a workweek beyond 40 shall be 
compensated at 1 1/2 times the hourly rate. 
(E) With the prior approval of the center Director, employees may be 
compensated for hours actually worked beyond the regular work week with time off instead of 
pay ("compensatory time") as follows: 
1. Each hour actually worked beyond 40 in a workweek will be 
available as 1 1/2 hours compensatory time. 
2. Between June 16th and December 15th hours of compensatory time 
worked may be accumulated up to 35 hours. Once the limit is reached additional hours worked 
will be compensated with pay. Any unused balance of compensatory hours available on 
December 15th will be extinguished and compensated with pay instead of time off. 
3. Between December 16l and June 15th hours of compensatory time 
worked may be accumulated up to 35 hours. Once the limit is reached additional hours worked 
will be compensated with pay. Any unused balance of compensatory hours available on June 
15th will be extinguished and compensated with pay instead of time off. 
4. Use of any accumulated compensatory time off requires the prior 
approval of the Supervisor. Approval will be granted based on equity and the needs of the 
Board. Approval shall not be unreasonably denied. 
(F) Approved paid time off constitutes time worked for the purpose of 
overtime. 
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Section 3 Any ten (10) month employee requested to work during the summer shall be paid at 
the rate of 1/230* of the prior years' salary for each full day of work. 
Section 4 Unscheduled closings: 
(A) On any day when the schools/offices are closed the entire day by reason of 
weather or other emergencies, employees will be paid the regularly salary they would have been 
paid if school/office were in session, without deduction of vacation, sick, or personal time. 
Regular salary includes base salary, longevity, and Board approved appointments for additional 
assignments. For example: 
1. A person scheduled to use a vacation, personal, sick, or sick bank 
day will not have that day deducted from their available balance. 
2. A person who has been working 1 hour per day extra for several 
weeks due to seasonal workload will not be paid for the extra hour. 
3. A person who works FTE 0.6, 3 days per week but not on the 
closing day will not be paid for the day. 
4. A person on unpaid leave will not be paid for the day. 
(B) There will be NO adjustment to time used when the schools/offices are 
closed for less than the entire day, as with late opening or early dismissal. 
Section 5 Stipends for additional assignments shall be assigned and withdrawn at the discretion 
of the Board based on need, qualifications and performance. No employee shall gain tenure, 
permanency, or any other right to an additional assignment. Appointments for additional 
assignments will not extend beyond the end of any school year. Prior to appointment, additional 
assignments will be noticed and posted in the same manner as other open positions. Special 
consideration may be given to an employee already performing an assignment. 
Article VII 
Work Year/Hours of Work 
Section 1 The work year of a 12-month position consists of each weekday (Mon. through Fri.) 
within the school year (July 1st through June 30th). 
Section 2 The work year of a 10-month position consists of 200 days within the school 
calendar of the assigned school location (August 25 through June 30th). An employee will work 
the same number of scheduled days as the teachers assigned to the same school calendar, 
although the particular days worked may occasionally be different when required by the 
supervisor. Should the number of workdays fall below 200, the difference shall be considered 
paid time off. 
Section 3 The Board retains the right to convert any 10-month position to an 11-month or 12-
month position, and to convert any 11 -month position to a 12-month position. The employee 
shall acquire the rights and duties of the converted position. 
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Section 4 The workday of a full time employee shall be seven (7) hours on duty exclusive of a 
duty free lunch. The start and end of the regular workday shall be as determined by the 
Employer at each location with the understanding that the hours of work are generally 
consecutive in nature. The work week shall be as determined by the Employer with the 
understanding that the general work week is five (5) days, Monday thru Friday. 
Section 5 Time records reflecting actual time worked will be maintained and submitted by 
each employee on a form or forms as determined by the Employer. 
Article VIII 
Leaves of Absence 
Section 1 Personal Days 
Three days of non-cumulative personal leave will be granted each year to full-
time employees. Part-time employees earn days on a prorated basis. Unused personal leave will 
accrue into sick leave at the end of each fiscal year. Employees appointed after July 1 shall 
receive a prorated number of personal leave days. 
Section 2 Bereavement Leave 
Up to five (5) working days shall be granted to all bargaining unit members for a 
death in the immediate family. Immediate family is defined as employees spouse, children, 
parents, grandparents, siblings, mother-in-laws or father-in-law. 
Section 3 Holidays 
Employees shall observe the holiday calendar as approved annually by the Board. A 
copy of the holiday calendar shall be forwarded to the Union President after its approval. 
Section 4 Vacation 
(A) For unit members hired prior to July 1, 1995, vacation will be granted on their 
anniversary date(s) as follows: 
10 days after one year or full-time, continuous service 
15 days after two years of full-time, continuous service 
20 days after eight years of full-time, continuous service 
(B) For unit members hired effective July 1, 1995 and thereafter, vacation will be 
granted on their anniversary dates as follows: 
10 days after one year or full-time, continuous service 
12 days after two years of full-time, continuous service 
15 days after six years of full-time, continuous service 
20 days after ten years of full-time, continuous service 
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(C) Unit members may utilize one week of vacation after six months of full-time, 
continuous service. 
(D) Vacation benefits for unit members begin to accrue on the first day of 
employment. 
(E) With the approval of the Supervisor and the Assistant Superintendent for Human 
Resources, vacation benefits for a classified employee may be carried forward to the next year if 
unusual circumstances exist. The amount of days allowed to be transferred may not exceed five 
days. Furthermore, this carryover must be used within three months of the anniversary date. 
Requests must be made in writing prior to the employee's anniversary date. 
(F) Vacation Accrual and Utilization 
1. Vacation day usage requires the prior approval of the Supervisor. 
Approval will be granted based on equity and the needs of the Board. 
Approval shall not be unreasonably denied. Vacation may be taken in 
increments of half of an employee's regular workday. 
2. 12-month employees shall earn (or "accrue") vacation through paid full-
time continuous salaried service during the year prior to its availability for 
use. Once earned, days become available for use upon the employee's 
service anniversary. After each service anniversary the employee has one 
year to use all vacation days before they are forfeited. Days will be earned 
as follows: 
(a) During the 1st year of service (from the 1st day of salaried 
employment to the 1st service anniversary one year later), 10 days 
are earned at the rate of 0.8333 day per month - to become 
available for use on the 1st service anniversary. During the 1st year 
only, 5 of these 10 days may be used after the sixth month service 
anniversary. Any of the 10 days not used before the 2nd service 
anniversary will be forfeited. 
(b) During the 2nd, 3rd, 4th, 5th, and 6* years of service, 12 days are 
earned each year at the rate of 1.0 day per month - to become 
available for use on the service anniversary, and to be used before 
the following service anniversary or forfeited. 
(c) During the 7th, 8th, and 9th years of service, 15 days are earned each 
year at the rate of 1.25 days per month - to become available for 
use on the service anniversary, and to be used before the following 
service anniversary or forfeited. 
(d) Beginning with the 10th year of service and each year thereafter, 20 
days are earned each year at the rate of 1.667 days per month - to 
become available for use on the service anniversary, and to be used 
before the following service anniversary or forfeited. 
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(G) Limited 5 day Carryover - The Director of Human Resources has the discretion to 
approve carryover beyond the service anniversary date of 5 unused vacation days to be used 
within the 3 months following the service anniversary date provided that the employee: 
1. Submits a request in writing before their service anniversary date; 
2. One copy addressed to the Director of Human Resources and another copy 
addressed to their Supervisor; 
The request must contain: 
1. A statement explaining the unusual circumstances that will prevent the 
employee from using all available vacation days; along with, 
2. A schedule detailing when the 5 days will be used within the 3 month 
timeframe. 
(H) Circumstances that modify earnings and use of vacation time. 
1. All full days earned are 7 hour days. All full days used are 7 hour days. 
2. Part-time employees earn days on a pro rated basis. For instance, a new FTE 
0.6 employee earns 6 days over the course of their first year at the rate of 
0.5 days per month. 
3. Employees earn no days during unpaid leave or time worked below FTE 0.5. 
When employees return from unpaid leave or time worked below FTE 0.5 
to resume service at or above FTE 0.5 their service anniversary date is 
advanced to reflect the uncreditable time. 
4. All full days reported as used will be 7 hour days as follows: 
(a) When an FTE 0.6 employee working 5 days per week, 4.2 
hours per day takes a day off they are charged with using 
0.6 day. 
(b) When an FTE 0.6 employee working 3 days per week, 7 
hours per day takes a day off they are charged with using 
1.0 day. 
5. When a 10-month employee accepts a 12-month position, they will begin to 
earn days based on their total service as a 10-month employee. They will 
first be able to use the days earned on their next service anniversary date. 
Thereafter their earning and use will be the same as other 12-month 
employees. 
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Section 5 Sick Leave 
(A) Full time unit members will receive twelve (12) sick days per year. Employees 
appointed after July 1 shall receive a prorated number of sick days. Part time employees earn 
days on a prorated basis. 
(B) Sick leave may be accumulated up to a maximum of one hundred sixty-five (165) 
days. 
(C) With the approval of the Assistant Superintendent for Human Resources, five (5) 
days of accumulated sick leave may be used by an employee for a serious illness in the 
immediate family. The need for the absence must be certified, in writing, by a physician. 
(D) Sick Bank 
1. After completion of three (3)years of full-time employment with the 
Employer, a sick bank is available to each unit member. This bank is 
intended to provide additional sick days for employees who have exhausted 
their accumulated sick days due to serious, long-term catastrophic illness. 
2. Upon commencement of the fourth year of employment, eligible 
employees shall have the opportunity to join the bank by contributing two 
(2) day of accumulated sick leave. Thereafter, employees must contribute 
one (1) sick day from their annual accrual in order to participate in the sick 
bank. 
3. In order to access the sick bank participants must submit a letter of request 
to the Assistant Superintendent for Human Resources. The letter must 
include the number of days being requested, the reason for the request and 
must be supported by documentation from a licensed physician outlining 
the nature of the illness, how it impacts the employee's ability to perform 
his/her duties and the projected length of absence. 
4. An eligible employee may withdraw no more than sixty (60) days from the 
bank in any one-year period, subject to the availability of days in the bank. 
In instances of catastrophic illness an employee may reapply, on a one-time 
basis, for an additional sixty (60) days. An eligible member may withdraw 
no more than two hundred forty (240) days from the bank during his/her 
employment, subject to the availability of days in the bank. 
Section 6 Child Care Leave 
Members of the bargaining unit may apply for unpaid child care leave of up to one (1) 
year in duration at least upon one (1) month notice to the Employer. Notice of willingness to 
return to duty must be forwarded to the Assistant Superintendent for Human Resources in 
writing two (2) months prior to the end of the leave. Failure to provide such written notice shall, 
as a condition of the grant of leave without pay, constitute a resignation from employment. 
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Section 7 Workers' Compensation 
When an employee is absent due to an illness or injury as defined by the Workers' 
Compensation Law, the employee will receive their full salary for period of disablement with 
charge to accruals to the extent that the Workers' Compensation payment does not cover the full 
salary until such accruals are exhausted. Thereafter, the employee shall receive the workers' 
compensation benefits only. Should the Board receive direction to reimburse days due to a work 
related illness/disability, such days shall be returned to the employee's accruals on a pro rata 
basis upon the employee's return to work. 
Section 8 Jury Duty 
Employees shall be granted leave without loss of pay for all time they are required to 
serve on jury duty. The employee shall provide reasonable notice to his/her supervisor upon 
receiving a direction to appear for jury duty. Upon return to work the employee shall provide 
written proof of the days he/she was required to serve. 
Article IX 
Reductions in Force/Promotions 
Section 1 (A) The Employer will follow the applicable provisions of Civil Service Law with 
regard to the lay-off of unit members in the competitive class. 
(B) For members of the unit in the noncompetitive or labor class, lay off of 
such employees with five (5) or more years of service in the title shall be by seniority in title. No 
lay off of such an employee with five (5) or more years shall be made where members of the unit 
in the same title with less than five (5) years of service in the title were employed. Any member 
of this unit with five (5) years or more who is laid off shall be placed on a preferred list for recall 
to the same title within the four (4) year of the effective date of the layoff. 
Section 2 
The Unit President shall be advised prior to any Board action related to employee layoff. 
Section 3 Promotion/Demotion 
An employee who is to be advanced in grade shall be placed on a step with a salary no 
less than their current salary plus one step. 
An employee who is to be reduced in grade through demotion shall either maintain their 
current step or, if they occupied the reduced grade previously, be placed on the step they would 





Notices of vacancies, new positions and promotions shall be posted for at least ten (10) 
working days on employee bulletin boards located in all employee work sites. The notice shall 
set forth a description of the position, salary and qualifications which shall be pursuant to 
Westchester County Civil Service. 
Section 2 
Such notices shall be sent to the CSEA Unit president at the time of official posting. 
Section 3 Out of Title Pay 
Any employee working out of title in a higher paid title shall be compensated at the rate 
of pay for such higher paid title as if the employee had been promoted to that title beginning with 
the eleventh (11th) consecutive day of assignment. 
Article XI 
Travel 
Any employee who is required to travel on behalf of the Employer shall be reimbursed 




Section 1 Life Insurance - The Board shall provide a term life insurance policy in the sum 
of $20,000.00, with double indemnity for accidental death for all employees in the bargaining 
unit. 
Section 2 Dental - The Board shall provide, at no cost to the employee, a family dental plan 
to all members of the bargaining unit as approved by the Board. 
Section 3 Medical Insurance 
(A) Medical coverage is available for members of the bargaining unit and their 
dependents as provided below through the Empire Plan (core plus enhancements) or the various 
Health Maintenance Organizations (HMO) chosen by the Board, at the selection of the 
employee. All members of the unit shall contribute $300.00 annually toward the medical 
coverage premium. 
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Any premium cost for an HMO beyond that of the employer contribution toward 
the Empire Plan is the responsibility of the employee. The Board retains the right to 
change insurance carriers. 
(B) At this time, medical coverage is provided for each classified retiree, and for the 
dependents of that retiree, under the following conditions: 
1. the retiree must have completed five years of full time service with 
Southern Westchester BOCES immediately prior to retirement; 
2. the retiree is qualified for retirement as a member of the New York State 
Employees' Retirement System; and 
3. the retiree, 65 years or older, must enroll in Part A and B of Medicare 
because Medicare becomes the primary payor. 
(C) At this time, the Board pays premiums for medical coverage for retirees at the 
following rates: 
1. 50% for individual coverage and 35% for family coverage for unit 
members retiring with at least five years but less than ten years of service 
with Southern Westchester BOCES; 
2. 75% (individual or family coverage) for unit members retiring with ten 
years but less than 15 years of service with Southern Westchester BOCES; 
3. 100% (individual or family coverage) for unit members retiring with 15 or 
more years of service with Southern Westchester BOCES. 
For each year claimed for the purpose of determining length of service, the 
staff member must have worked full time and must have been eligible for medical 
coverage. 
(D) Eligibility Standards 
1. An employee must have an appointment of FTE 0.5 or greater to be 
entitled to health, dental, LTD, or life insurance. 
2. An employee on unpaid leave or FTE below 0.5 does not earn service 
credit towards Board contribution for health insurance in retirement. 
Employees returning from unpaid leave or time worked below FTE 0.5 to 
resume service at or above FTE 0.5 shall have their service date advanced 
to reflect the uncreditable time. 
Section 5 Long Term Disability Insurance 
At this time, a long-term disability insurance policy is provided by the Board. An 
employee becomes eligible for this benefit after 180 days of disability and after having exhausted 
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accumulated sick leave. The monthly benefit will equal two-thirds of current salary. Benefits 
will not be payable beyond age 65. 
Section 6 Flexible Benefits Plan 
The Board provides members of the bargaining unit with the option to participate in an 




Southern Westchester BOCES participates in Plan 75i for those classified employees who 
became members of the New York State Employee's Retirement System on or before July 27, 
1976, (Tier I and Tier II members). Employees hired after July 27, 1976 belong to either Tier III 
or IV of the Employees' Retirement System, depending upon their date of membership. 
Members of Tiers III and IV are required to make annual contributions in accordance with the 
regulations of the New York State Employees' Retirement System. 
Section 2 
Southern Westchester BOCES participates in Retirement and Social Security Law 
Section 41 j with regard to unused sick leave conversion at retirement. 
Article XIV 
Grievance Procedure 
As a means for resolving employee differences promptly and fairly, the Grievance 
Procedure which follows will be utilized. 
(A) DEFINITIONS 
1. Grievance shall mean any claimed violation of this Agreement. 
2. Grievant shall mean a member of the bargaining unit or group of members 
of the unit who claims a violation of this Agreement. 
3. Day shall mean any day the Southern Westchester BOCES is in operation. 
(B) BASIC PRINCIPLES 
1. It is the intent of these procedures to provide for an orderly settlement of 
differences in a fair and equitable manner with reasonable promptness. 
2. A grievant shall have the right to present his or her grievance in accordance 
with the procedures provided herein, free from interference, coercion, 
restraint, discrimination or reprisal. 
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3. A grievant shall have the right to be represented at any stage of the 
procedures solely by a representative of the CSEA. 
4. Each party to a grievance shall have access at reasonable times to all written 
statements and records pertaining to the case. 
5. All hearings shall be confidential and shall be scheduled after regular work 
hours unless agreed otherwise by the Employer and the CSEA. 
(C) PROCEDURES 
1. First Level - Immediate Supervisor (Supervisor or Director) 
(a) The grievant shall present his or her grievance in writing, on a form 
developed by the District Superintendent, to his/her immediate 
supervisor (the Supervisor, or in the absence thereof, the Director of 
the grievant's division), within ten (10) days after the occurrence of 
the event giving rise to the grievance. 
(b) The Director or Supervisor, as the case may be, may discuss the 
grievance with the grievant, but in any event, shall present his or 
her decision in writing to the grievant within ten (10) days after 
receipt of the grievance. 
2. Second Level - Assistant Superintendent for Human Resources 
(a) If the grievant is dissatisfied with the decision of his/her immediate 
supervisor, then he or she may, within five (5) days after receipt of 
such decision, request in writing a review and determination of the 
grievance by the Assistant Superintendent for Human Resources. 
(b) The Assistant Superintendent for Human Resources, or his/her 
designee shall immediately request of the grievant and the 
grievant's Director or Supervisor the submission, within five (5) 
days, of written statements concerning the case. The Assistant 
Superintendent may, if he/she deems it appropriate, direct that a 
hearing will be held and notify all parties concerned of the time and 
place when an informal hearing will be held. The parties will 
appear and present such information they deem appropriate 
supplementing their position in the case. Such hearing shall be held 
at within ten (10) days after receipt of the written statements of both 
parties. 
(c) If no hearing is held, the Assistant Superintendent shall render 
his/her decision in writing, to the grievant and the immediate 
supervisor, within ten (10) days after receipt of the written 
statements pursuant to paragraph "b". If a hearing is held, the 
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Assistant Superintendent shall render the written decision within 
ten (10) days after the close of the hearing. 
(d) No grievance related to Article IV Section 2 may proceed beyond 
this level. 
Third Level - District Superintendent 
If the grievant is not satisfied with the decision at the prior level, he/she 
shall present an appeal in writing within five (5) days of the decision at the 
prior level to the District Superintendent. Within ten (10) days of receiving 
this appeal, the District Superintendent or his/her designee shall review the 
written submissions and render a decision. His/her decision will be 
forwarded to the grievant within ten (10) days of the receipt of the appeal. 
Fourth Level - BOCES Board 
If the grievant is not satisfied with the decision at the prior level he/she shall 
present an appeal in writing within five (5) days of the decision at the prior 
level to the Clerk of the BOCES Board. Within twenty (20) days of 
receiving such appeal, the Board will meet with all parties to the grievance. 
Within ten (10) days thereafter the Board shall issue its decision to the 
grievant with a copy to the CSEA. 
Fifth Level - Arbitration 
In the event that the grievance is not disposed of at the Fourth Level, the 
CSEA, no later than ten (10) days after the decision of the Board under 
Level 4, shall notify the Board of its intent to submit the issue to final and 
binding arbitration. The notice of intent shall include a brief statement 
setting forth precisely the express provision to be interpreted by the 
arbitrator, a statement of the issues to be decided by the arbitrator and the 
relief sought. In the event the parties are unable to agree upon an impartial 
arbitrator within ten (10) days after the notice of intent to arbitrate, the 
CSEA shall immediately demand arbitration and request a list of arbitrators 
through the American Arbitration Association. The parties will be bound 
by Voluntary Labor Arbitration Rules of the American Arbitration 
Association in the selection of an arbitrator. The arbitrator's fee will be 
shared equally by the CSEA and the BOCES. 
The arbitrator shall issue his decision not later than thirty (30) days from the 
date of the closing of the hearing. The decision shall be in writing and shall 
set forth the arbitrator's interpretation of the express provision of this 
Agreement submitted. The arbitrator shall limit his decision strictly to the 
interpretation of the express provisions of this Agreement submitted to 
him/her and he/she shall be without power or authority to modify, amend, 
add to or subtract from any of the provision of this Agreement or to issue 
any decision or award limiting or interfering with the exercise of the 
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judgment and discretion of the Board and any of its representatives under 
law and this Agreement. The decision of the arbitrator, if made in 
accordance with his/her jurisdiction and authority under this Agreement, 
will be accepted as final by the parties to the dispute and both will abide by 
it. 
6. Miscellaneous 
(a) If the grievant or CSEA fails to proceed within any of the stated 
time period provided for in this procedure, then the CSEA and the 
grievant shall be committed to the position of the Employer. 
(b) If the Employer, at any level, fails to issue a determination in a 
timely manner the grievant or the CSEA, if appropriate, may move 
the grievance to the next level. 
Article XV 
Uniforms 
The current practice regarding uniforms for the head mechanic shall be maintained. 
Article XVI 
Job Descriptions 
All job descriptions shall be promulgated as per Westchester County Civil Service. All 




For the purpose of information, and not to change the substantive terms of this 
Agreement, the following sections make specific reference with regard to part-timers: 
(A) Definition of Part-Time (see Article I, Section 2 (A)) 
(B) Definition of Service (see Article I, Section 2 (B)) 
(C) Wages (see Article IV, Section 1 (A)) 
(D) Step Advancement (see Article IV, Section 5) 
(E) Longevity (see Article V) 
(F) Unscheduled Closing (see Article VI, Section 4(A)(3)) 
(G) Personal Leave (see Article VIII, Section 1) 
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(H) Vacation (see Article VEQ, Section 4) 
(I) Sick Leave (see Article VEIL Section 5) 
(J) Insurance Eligibility Standards (see Article XII, Section 4(D)) 
Section 2 
It is agreed by and between the parties that any provisions of this Agreement requiring 
legislative action to permit its implementation by amendment of law or by providing the 




This Agreement shall be effective commencing July 1, 2004 and shall continue until 
June 30, 2008. 
& 
Dated: K / / , 2005 
CSEA, Inc. 
Labor Relations Specialist 
BOARD OF COOPERATIVE 
EDUCATIONAL SERVICES, 
SECOND SUPERVISORY 
DISTRICT OF WESTCHESTER 




CSEA Title Salary Grades 
Grade A 
AUDIO VISUAL ASSISTANT 




DATA ENTRY OPERATOR 
DEPARTMENTAL AIDE 
FOOD SERVICE HELPER 
JOB COACH-BUS DRIVER 










OFFICE ASSISTANT - SP SPKING 
OFFICE AST.-AUTOMATED SYSTEMS 







COMMUNITY AIDE SPSP 
HEAD BUS DRIVER 
SIGN LANGUAGE INTERPRETER 1B 










SIGN LANGUAGE INTERPRETER 1C 
SR. ACCOUNT CLERK 
SR. ACCOUNT CLERK-TYPIST 
SR. OFFICE AST.-AUTO SYSTEMS 
SR. OFFICE AST.-AUTO SYS SP SP 
SYS CONTROL CLERK-OFF MGT (L2) 
Grade G 
COMMUNITY WORKER 




SIGN LANGUAGE INTERPRETER 2A 
Grade H 
ADAPTIVE EQUIPMENT SPECIALIST 
PARENT TRAINER 
SIGN LANGUAGE INTERPRETER 2B 
TECHNICAL PURCHASING AGENT 
Grade I 
ASST SUPERVISOR TRANSPORTATION 
AUTO MECHANIC FOREMAN 
SIGN LANGUAGE INTERPRETER 2C 
SR. JOB DEVELOPMENT SPECIALIST 
Grade J 
COOK-MANAGER 
SIGN LANGUAGE INTERPRETER 3A 
SR. PAYROLL CLERK 
Grade K 
INTERSCHOLASTIC ATHLETIC ASST. 
REGISTERED PROFESSIONAL NURSE 




HEAD CUSTODIAL WORKER 
REGIONAL CERTIFICATION AST(L2) 
SIGN LANGUAGE INTERPRETER 3C 
Appendix B 
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